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Work/family balance: HRM policy and practice in Australia 
 
 
An employee’s inability to balance work and family responsibilities have 
resulted in an increase in stress related illnesses. Historically, research into the nexus 
between work and family has primarily focused on the work/family conflict 
relationship, predominately investigating the impact of this conflict on parents, usually 
mothers. To date research has not sufficiently examined the human resource 
management practices that enable all parents to achieve a balance between their work 
and family lives. This paper explores the relationship between contemporary family 
friendly HRM policies and employed parents perceptions of work/family enhancement, 
work/family satisfaction, propensity to turnover, and work/family conflict. Self-report 
questionnaire data from 326 men and women is analysed and discussed to enable 
organisations to consider the use of family friendly policies and thus create a 
convergence between the well-being of employees and the effectiveness of the 
organisation. 
 
Keywords: Work-family balance, family-friendly policies, HRM policies. 
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In recent years business has been dominated by rapid and substantial 
organisational, technical and social change.  The modern workplace has become 
increasingly complex with greater employee demographic diversification and more 
emphasis being placed on flexible employment practices (Cascio, 2000).  Today, 
juggling the competing demands of work and family is a daily task faced by many 
parents employed by contemporary organisations (Fallon, 1997).  Indeed workplace 
surveys conducted over the past decade have continued to highlight that balancing work 
and family is a concern for a sizeable proportion of the workforce (DeCieri, Kramar, 
Noe, Hollenbeck, Gerhart, & Wright, 2005).  For example, a survey conducted by the 
Australian Council of Trade Unions [ACTU] (1999) revealed that just over half of the 
respondents were dissatisfied with their work and family balance.  While a similarly 
large scale Australian industrial relations survey reported that 3 out of 10 employees 
across the country were dissatisfied with the balance between their work and family 
roles (Morehead, et al., 1997).  Work and family commentators continue to claim that 
learning to effectively balance work and family responsibilities and commitments is 
becoming a central focus in the lives of most people (Milkie & Peltola, 1999). The 
challenge faced by employees and their workplaces has not gone unnoticed and is 
reflected in the significant amount of multi-disciplinary research in the work and family 
domain (Barnett, 1998). 
 
To successfully comprehend employee needs it has been suggested that 
organisations need to develop a better understanding of the complex relationship 
between an employee’s work and family roles.  Failure to do so is said to have 
repercussions for the productivity and efficiency goals of organisations. Indeed, the 
results of work/family studies have indicated that employed parents experiencing 
difficulty balancing work and family responsibilities are more likely to report health 
problems, have higher absenteeism rates, and lower levels of productivity (e.g. Stone, 
2005).  Organisations that do not attend to the work and family needs of their 
employees may thereby lead some staff towards experiencing excessive inter-role 
conflict and stress.  In contrast it is worthwhile recognising that characterising the lives 
of all employed parents as replete with stress is inaccurate.  The choice by employed 
parents to pursue a lifestyle that has little social precedence implies that these parents 
are receiving benefits from their lifestyle choice (Gilbert & Rachlin, 1987).  Research 
evidence also reveals that individuals comfortable with the balance between their work 
and family lives show greater organisational commitment, positive organisational 
attitudes, and increased levels of work and family satisfaction (Johnson, 1995; Lewis & 
Cooper, 1995).  Therefore the issue of achieving a balance between work and family 
roles is of significance for both employers and employees.  
 
Since the emergence of the work and family research field considerable effort has 
been extended towards comprehending the complexity of the work and family 
relationship.  It has been suggested by some that organisations which both respect their 
workers needs, while fully utilising and developing the talent of their human capital, 
will achieve extraordinary business outcomes (Schermerhorn, Jr., 2002).  This 
perspective forms the foundation of the argument that seeks to justify the business case 
for supporting employees with family responsibilities.  Partial support for this 
contention is provided by businesses that have demonstrated increased staff retention 
rates, improved return on investment estimates, and greater productivity levels with the 
introduction of family-friendly employment policies and work practices (Equal 
Opportunity Practitioners Association Annual Conference, 2002; DeCieri et al., 2005).   
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Legislated responses to the work and family environment 
 
In response to above changing work and family environments, government 
bodies have attempted to modernise social policy and employment legislation.  Early 
Australian legislative initiatives focused on funding for child-care services (DeCieri, et 
al., 2005), while the later ratification of the International Labor Organisation 
Convention Number 156 demonstrated Australia’s commitment to creating workplaces 
free of discrimination for workers with family responsibilities (Kramar, 1993).  Since 
then successive legislative reforms have followed, with the most recent changes 
embodied in the federal Workplace Relations Amendment (Work Choices) Act 2005.  
Peak union and employer bodies have similarly acknowledged the importance of 
accommodating the diverse needs of employees, with unions’ particularly advocating 
for the inclusion of family-friendly policies and practices into federal awards and 
enterprise bargaining agreements (Abbott, DeCieri, & Iverson, 1996; Kramar, 1993).  
Although the capacity of industrial law reforms to deliver innovative work/family 
practices is challenged (Russell & Bowman, 2000), the management and 
implementation of work and family programmes will continue to be influenced in part 
by state and federal legislation (DeCieri et al., 2005).  
 
Unfortunately, although embodied in various pieces of statutory legislation, in 
practice family-friendly workplace policies have essentially been developed in an ad 
hoc manner and not as a result of research evidence or the systematic investigation of 
the needs and requirements of employed parents. In effect many workplaces have 
implemented a variety of family-friendly policies and practices without any empirical 
understanding or justification for how these policies help parents to balance their work 
and family lives (Abbott, et al., 1996; Honeycutt & Rosen, 1997; Kramar, 1993). For 
example work/family human resource policies have included: 
 
 dependent care programmes such as salary packaging of childcare costs, on-site 
childcare centres, reservation of childcare places, vacation care programmes, 
advice/referral services, respite care; 
 
 work scheduling / job design options such as flexible work schedules, job 
sharing, part-time work, telecommuting, working from home, rostered days off, 
minimisation of overtime and limiting work travel requirements; 
 
  career policies that assist with career planning in respect of family 
commitments, career breaks, family relocation policies and support; 
 
 leave policies such as paternity/maternity/adoption/family leave, sick leave time 
to care for sick children/family members, family days; 
 
 plus other work/family practices such as flexible salary packages and employee 
assistance programmes that are promoted in an attempt to help employees balance their 
work and family commitments. 
 
For the some organisations many of the above family-friendly policies are an 
expense that they are simply not able to fund (particularly objectives requiring 
substantial infrastructure costs such as the development of childcare centres) (Stone, 
2005).  Furthermore, organisations and managers are frequently surprised that, although 
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offering family friendly policies, employees often do not use or taking full advantage of 
the range of options afforded to them (Wise & Bond, 2003).  Notwithstanding these 
results, family-friendly workplace policies have the potential to powerfully impact the 
choices made by employed parents, assisting their efforts to balance work and family 
responsibilities and commitments (Piotrkowski & Hughes, 1993).  Employers could 
make more informed choices about workplace policies and practices if research 
evidence were able to identify the policies and practices that are both beneficial and 
preferred by working parents.  
 
Thus, it is essential that for the future well being of individuals, families, 
organisations and society that research efforts continue to clarify and explain the work 
and family relationship (Edwards & Rothbard, 2000). Accordingly, the current study 
begins to redress this concern by collecting data from employed parents about the 
availability of family-friendly policies and practices in their workplaces, as well as 
providing an evaluation from these parents about how helpful these policies and 
practices are in assisting them to balance the demands of their work and family roles.   
 
 
Method 
Participants 
 
Employed parents were recruited via the distribution of self-report pencil-and-
paper questionnaire packages to employing organisations, childcare centres, and a 
professional association.  A total of one thousand five hundred (1,500) questionnaire 
packages were distributed throughout the greater Brisbane area of Queensland, 
Australia.   A total of 356 completed questionnaires were returned, representing an 
overall response rate of 23.7%.  The response rate obtained in this study is typical of 
large anonymous mail-out surveys (Paxson, 1995).  However, it is possible that, (a) not 
all questionnaire packages were successfully distributed to potential respondents, and 
(b) that some individuals receiving the questionnaire package did not meet the research 
selection criteria (i.e., an employed parent currently living with a life partner who was 
also employed).  Therefore, the response rate reported is considered to be a conservative 
estimate, with the true response rate potentially higher. 
 
After data screening ten cases were removed from the sample because they were 
calculated to be extreme univariate or multivariate outliers or they contained missing 
data.  A further twenty cases were also removed as these cases contained parents who 
were not currently living in a spousal relationship.  Thus, the final sample consisted of 
326 parents, 93 fathers (28.5%) with an age range of 24 to 61 years (M = 38.2, SD = 
7.4) and 233 mothers (71.5%) with an age range of 23 to 49 years (M = 35.6, SD = 5.4).  
The participants were parents of between one and three dependent children (mode = 2), 
ranging in age from four months to 20 years (M = 5.5 years, SD = 4.5 years).  Two 
hundred and twenty-four (86.7%) were employed in a full-time or equivalent capacity 
and 102 parents (31.3%) were employed part-time or casually.  One hundred and 
fourteen parents were employed in professional or managerial occupations (35%), 170 
were employed in white-collar occupations (52.1%), and 42 were employed in blue-
collar occupations (12.9%).  The classification information used to define occupational 
groups was obtained using the Australian Standard Classification of Occupations 
(ASCO) (Australia Bureau of Statistics, 1990).   
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Materials 
 
Dependent Variables 
 
Interrole conflict.  Work-family conflict (WFC) and family-work conflict 
(FWC) are distinct but related forms of work and family interrole role conflict 
(Greenhaus & Beutell, 1985).  WFC and FWC are measured using the self-report scales 
psychometrically developed and validated by Netemeyer, Boles and McMurrian (1996).  
The WFC and FWC questionnaire contains a total of ten items measuring bi-directional 
general demand, time and strain based role conflict.  Respondents rate whether they 
agree or disagree with the questionnaire statements using a seven point Likert scale with 
responses ranging from (1) strongly disagree through to (7) strongly agree.  An example 
item from the work-family conflict scale is, “The demands of my work interfere with 
my home and family life”.  The five item responses for the subscales are summed to 
arrive at a total score for WFC and FWC, with a possible score range of between 5 and 
35 for each subscale.  Higher scores indicate a greater perception of conflict.  
Netemeyer and colleagues (1996) reported strong internal consistency (.88 for WFC and 
.86 for FWC), and adequate levels of construct and discriminant validity with the scales 
across three sample groups.  The internal consistency of the questionnaire is further 
supported with the current study computing Cronbach alpha reliability coefficients of 
.87 for the combined work/family and family/work conflict scale. 
 
Interrole enhancement.  The construct of work and family enhancement, founded 
upon Sieber’s (1974) theory of role expansion, focuses on the rewards or privileges 
associated with the accumulation of multiple social roles.  Studies investigating work 
and family enhancement have differed widely in the operationalisation of this construct.  
Work and family enhancement in the current study is measured using the nine-item 
enhancement subscale from Tiedje and colleague’s (1990) Role Concurrence Perception 
Scale, measuring family-career, career-marriage, and career-parenting enhancement.  
Respondents indicate on a five point Likert-type scale how true the statements are of 
their thoughts about combining work and family.  The response options range from (1) 
very true to (5) not true at all.  An example item measuring family-career enhancement 
is, “Having a family gives me good organisational skills that I can use at work”.  The 
instrument is scored by summing the nine items to calculate the total enhancement 
score, resulting in a possible score range of between 9 and 45.  Adequate internal 
consistency is reported by the scale developers for the enhancement scale (Tiedje et al., 
1987).  However, to enable use of the scale by both the mothers and fathers in the 
current study the scale was adjusted slightly so that the reference to ‘husband’ was 
changed to ‘spouse/partner’.  This minor word change also removed the potential bias 
towards marital partners.  The slight modification of the questionnaire did not have an 
adverse effect on the scale’s internal consistency with a Cronbach alpha reliability 
coefficient of .80 calculated for the adjusted measure used in this study. 
 
Propensity to leave.  The intention of the participants to leave their current 
employer is considered an important construct because it is an immediate precursor to 
an individual’s choice to leave their job (Boles, Johnston, & Hair, 1997).  Intention to 
turnover is measured using a two item self-report questionnaire (Cook et al, 1981).  The 
measure adopts a seven point Likert scale with a response format ranging from (1) 
strongly disagree to (7) strongly agree.  An example item from this measure is, “I am 
actively searching for a new job”.  The items are summed to provide a possible score 
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range for intention to turnover scale of between 2 and 14.  Higher scores suggest that 
the respondent has a greater intention of leaving their current position.  The Cronbach 
alpha internal consistency reliability coefficient of .78 was calculated in the current 
study. 
 
Job and Family Satisfaction.  Job satisfaction is frequently defined as an 
individual's positive or negative evaluation of their work and work environment 
(O'Reilly, 1991).  Job satisfaction in the current study was measured using the Job 
Diagnostic Survey’s three item short-form job satisfaction subscale (Hackman & 
Oldham, 1975).  Global rather than facet measures of job and family satisfaction were 
chosen for the current study to enable a general assessment of job and family affect.  
Although global satisfaction measures have received criticism, there is evidence to 
suggest the psychometric adequacy of global satisfaction scales (Robinson & Shaver, 
1973).   
 
The job satisfaction scale measures the respondent’s general level of affect with 
respect to their job.  The measure is scored using a seven point Likert scale with 
responses ranging from (1) strongly disagree to (7) strongly agree.  An example item 
from this questionnaire is, “Generally speaking, I am very satisfied with my job”.  Item 
2 is reversed worded and thus requires recoding prior to scoring and analysis.  A total 
score is derived from the sum of the three items providing a possible score range for the 
job satisfaction scale of between 3 and 21.  Higher scores indicate a greater degree of 
global job satisfaction.  The Cronbach alpha reliability coefficient calculated in the 
current study was .81 for the short form measure of global job satisfaction and .73 for 
the global measure of family satisfaction. 
 
Independent Variables 
 
Family-Friendly HR Policies.  A number of authors have suggested that the 
presence of family-friendly human resource policies and practices has the potential to 
reduce the difficulty with which working parents can balance their multiple role 
commitments (DeCieri et al., 2003; Russell & Bowman, 2000; Schermerhorn, Jr., 
2002).  After reviewing the available literature regarding family friendly workplace 
policies, the present study provided the respondents with a list of family friendly 
policies and practices and asked the parents to indicate whether or not these benefits 
were available to them at their workplace.  Second, the respondents were asked to rate 
how helpful these policies were, or would be, to them using a rating scale ranging from 
(1) not at all helpful, to (5) very helpful.  Finally, respondents were asked whether or 
not there were any policies/benefits offered by their employer that they would like to 
use, but were not using.  Explanations for the reasons why that the parents were not 
accessing the stated family friendly policies/benefits were sought. 
 
Procedure 
 
Prior to data collection, the questionnaire package was screened and approved 
by the university ethics committee.  Questionnaire packages were then supplied to the 
organisations, associations, and child-care centres for internal distribution to staff, 
members, and clients.  The covering letter invited recipients who met the selection 
criteria to participate in the research by completing the questionnaires and returning 
them in the reply-paid self-addressed envelope provided.  The letter further advised 
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recipients of the ethical principals guiding the research, assured them that their 
responses would be completely confidential and anonymous, informed them that they 
could withdraw from the study at any time, and provided contact details of the principal 
investigator.  The return of a completed questionnaire was taken as informed consent 
having been provided by the participant.   
 
Results 
 
Data Reduction 
 
Principal Component Analysis 
 
As the questionnaire contained a total of 23 work/family policy items, these items 
were subject to principal component analysis as recommended by Zikmund (2000) to 
reduce a large number of variables to a manageable number of dimensions. Statisticians 
have cautioned that the reliability of factor solutions can be limited in small data sets.  
However, the current sample size of 326 cases exceeds Tabachnick and Fidell’s (2001) 
“rule of thumb” recommendation for a good factor analysis of 300 cases (p. 640).  With 
the size of the sample deemed appropriate, the factorability of the correlation matrices 
was then assessed.  First, inspection of the correlation matrices revealed that the 
matrices for all three instruments met the requirement of containing a number of 
correlations >.30.  Next, for work/family policy items Bartlett’s (1954) test of sphericity 
was calculated.  The results of this test yielded chi squared (χ2) value of 4345.69 (df 
190) calculated to be statistically significant (p <.000).  Finally, the sampling adequacy 
for work/family policy items was assessed using the Kaiser-Meyer-Olkin’s measure 
resulting in a value of .836 which exceeded the value of .60 described by Tabachnick 
and Fidell (2001) as suitable for factor analysis. 
 
Since there is little prior research to provide insights into the correlational 
structure among the policy items in this study, an exploratory factor analysis was 
conducted. An initial factor structure for all 23 items was explored using SPSS 
FACTOR principal components analysis (PCA) with varimax orthogonal rotation 
(SPSS Inc., 1999).  The commonly used PCA with varimax rotation was adopted 
because it simplifies factors by maximising the variance of the loadings within factors, 
and across variables.  Thus, loadings that are high after extraction are higher after 
rotation, and similarly lower loadings become lower after rotation (Tabachnick & 
Fidell, 2001).  The principal components analysis with varimax rotation extracted five 
components with Eigenvalues greater than one. As recommended by Tabachnick and 
Fidell (2001) only factors with Eigenvalues greater than one were retained. This 
recommendation was supported with a visual inspection of the scree plot indicating that 
an Eigenvalue of one was an appropriate cut off point for the PCA.  Together the five 
components accounted for 72% of the total variance, with component 1 explaining 25% 
of the variance, and components 2, 3, 4 and 5 explaining 17%, 10%, 10% and 9% of the 
variance respectively (refer Table 1.) 
 
Three work/family policy items (i.e., 48 weeks instead of 52, breast feeding 
facilities and private phone calls) failed to load on a single component. Therefore in 
order to maintain content validity, as recommended by Tabachnick and Fidell (2001), 
these three items were eliminated. Additionally, Comrey and Lee (1992) suggest that 
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loadings in excess of 0.63 are very good and as none of the factor results were below 
0.60 all were thus retained for further analysis.  
 
The first component reflected a group of policies designed to offer parents 
assistance with caring for infant and school aged children. The second component 
reflected flexible work schedules, including flexible start/finish times, time off in lieu, 
accrued days off and family leave options. The third component reflected policies 
designed to allow parents to work away from their regular work site and included 
working from home and telecommuting. The fourth component reflected parental leave 
entitlements including both paid and unpaid leave.  The final fifth component comprised 
alternative work arrangements including part-time and job-sharing.  
 
Table 1.  
Rotated component matrix for work/family policy items (n=326) 
 
 
Work/family policy  
items 
Childcare 
(PCA 1) 
Flexibility 
(PCA 2) 
Offsite  
(PCA 3) 
Paternity 
Leave  
(PCA 4) 
Part-time  
(PCA 5) 
Childcare reservations .759 -.023 .275 .281 -.011 
On-site childcare .846 .114 .188 .237 -.015 
On-site sick childcare .850 .207 .205 -.048 .007 
Subsidised childcare .824 .160 .137 .076 .129 
Subsidised school care .785 .208 .090 .027 .320 
Referral services .745 .120 -.120 -.066 .314 
Family room workstation .738 .205 .415 -.061 .013 
Paid sick leave .019 .725 -.203 .338 -.028 
Paid family leave .029 .716 .062 .357 .012 
Unpaid family leave -.169 .617 .215 .303 .219 
Flexitime .275 .614 .287 -.141 .296 
Flexible start/finish times .365 .646 .087 .058 .208 
Rostered day off .259 .690 .014 .003 .023 
Time off in lieu .268 .579 .288 -.026 -.014 
Work from home .355 .085 .789 -.026 .100 
Telecommute .214 -.025 .875 -.035 .149 
Paid paternity leave .261 .303 -.102 .771 .142 
Unpaid paternity leave .027 .148 -.003 .876 .223 
Job share .190 -.025 .165 .151 .855 
Permanent part-time .135 .310 .073 .256 .793 
Eigenvalues 5.08 3.45 2.06 1.96 1.86 
% of variance explained 25.41 17.26 10.31 10.00 9.31 
Mean 2.68 4.02 2.84 3.79 3.31 
Standard Deviation 1.19 .87 1.26 1.29 1.29 
Cronbach Alpha .92 .82 .82 .83 .79 
 
 
In addition to simplifying the available work/family policies, the current study 
was focused on determining whether working parents perceived particular human 
resource work/family policies as assisting them to balance their work and family 
responsibilities. Consequently, four multiple regression analyses were performed using 
SPSS REGRESSION with work/family satisfaction (w/f satisfaction), work/family 
enhancement (w/f enhancement), work/family conflict (w/f conflict), and propensity to 
turnover (turnover) as the dependent variables and the five components of work/family 
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policies as identified in the preceding factor analysis as the independent variables. Table 
2 contains the correlation matrix of the independent and dependent variables. 
 
Table 2. 
Correlation Matrix of Independent and Dependent Variables (n=326) 
 
Note: **  Correlation is significant at the 0.01 level (2-tailed) 
            *  Correlation is significant at the 0.05 level (2-tailed) 
 
 The four multiple regression analyses were performed to explore whether 
work/family policies were related to employed parents’ perceptions of a range of 
work/family affect constructs, specifically whether parents were satisfied with their 
work/family roles, felt a sense of work/family enhancement, perceived work/family 
conflict and finally whether they reported a propensity to leave their current employer. 
The results demonstrate that employed parents’ perception of the helpfulness of 
work/family policies significantly predicted levels of work/family satisfaction, 
work/family enhancement, work/family conflict and propensity to turnover. Table 3 
displays the standardised regression coefficients (β), the change in R2 and F significance 
for each regression model. 
 
Table 3. 
Standardised regression models of work/family dependent and independent 
variables. 
 
Dependent Variables 
Independent Variables Work/family 
enhancement 
β 
Work/family 
satisfaction 
β 
Propensity to 
turnover 
β 
Work/family 
conflict 
β 
Childcare policies (PCA 1) -.146*  .076 -.182* -.028 
Flexibility policies (PCA 2) .060   .136* -.248** .072 
Offsite work policies (PCA 3) -.128* .045 .030 -.017 
Paternity leave policies (PCA 4) -.015 -.084 -.022 .116 
Part-time work policies (PCA 5) .036 -.021 .047 -.197** 
∆R2 .044 .035 .119 .038 
R .210 .187 .345 .196 
F (5, 320) 2.961* 2.311* 8.640** 2.554* 
 
Note: **  Correlation is significant at the 0.01 level 
            *  Correlation is significant at the 0.05 level 
 
 
 
 
 M sd 1 2 3 4 5 6 7 8 
1. w/f satisfaction 33.06 5.99         
2. w/f enhancement 21.54 7.32 -.192**        
3. w/f conflict 35.66 11.71 -.337** -.034       
4. turnover 4.60 2.91 -.410**  .081  .102      
5. childcare policy 1 2.68 1.19  .130* -.176** -.045 -.265**     
6. flexibility policy 2 4.02 .87  .142* -.043  .028 -.309* .442**    
7. offsite policy 3 2.84 1.26  .122* -.172** -.058 -.138* .510** .355**   
8. parental policy 4 3.79 1.29 -.012 -.018  .061 -.156* .258* .429** .039  
9. part-time policy 5 3.31 1.29  .038 -.037 -.138* -.113* .356** .382** .291** .398** 
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Discussion 
 
As the competitive workplace environment deepens, the art and science of 
harnessing the talents of the workforce will assume greater significance (Lobel et al., 
1999; Weisner & Millet, 2001).  Practitioners and academics alike have suggested that 
the success of an organisation’s human capital will depend, in part, upon the adoption of 
progressive human resource practices that empower employees to develop a balanced 
lifestyle between their work and family commitments (Schermerhorn, J., 2002).  For 
employed parents the challenge of balancing work and family commitments may be 
arduous as they are required to accomplish family work (including childcare), manage 
their time and commitment to paid employment, as well as maintain social relationships 
with family, friends, and the community (Piotrkowski & Hughes, 1993).   
 
The purpose of the current study was to explore the helpfulness perceptions of 
employed parents regarding a wide range of family friendly human resource policies 
and practices. A total of twenty-three individual family-friendly policies were factor-
analysed to statistically examine whether distinct components of policies were evident. 
The results revealed that twenty policies cleanly loaded into five factors, with three 
items failing to load and therefore removed from further analysis. The factors were 
interpreted as policies related to childcare practices, flexible work arrangements, 
working from offsite locations, paternity leave, and part-time work structures.  
 
Empirically simplifying the range of family-friendly policies available to 
employed parents is an important first step in identifying the relationship between 
human resource policies and an employee’s ability to balance work and family given the 
vast cafeteria of policies on offer to people working in contemporary organisations.  
While the availability of family friendly policies is often questioned by research (e.g., 
Blair-Loy & Wharton, 2002) it is necessary to clarify the importance of these policies in 
the lives of employed parents. The factor structure identified in the current study is 
similar to that reported in a recent study of 1241 Australian public sector employees 
(Yuile et al., 2005). Factor analysing eleven life friendly policies Yuile et al. (2005) 
identified four factors, policies for carers, flexible work schedules, offsite working 
arrangements, and alternative work arrangements. Using the empirically derived factor 
structure Yuile and colleagues were also able to demonstrate that life friendly policies 
were related to an individuals self-reported work/life balance.  
 
The five components of family friendly policies identified in this study were 
then used to explore the relationship between these human resource policies and the 
employed parents experience on a range of work and family dependent variables. 
Multiple regression analyses demonstrated that each component of family friendly 
policies were significantly related to the employed parents self-reported experience of 
balancing their work and family responsibilities. Interestingly two components of 
family friendly policies, childcare policies and offsite working arrangements were found 
to negatively predict employed parents self-report of work and family enhancement. 
These results indicate that childcare and offsite work arrangements are not perceived by 
the parents in this study as enhancing their work and family experience. Similarly, 
recent research has begun to reveal that offsite working arrangements can impact 
negatively on an individual’s perception of work/life balance (Batt & Valcour, 2003). 
Although the ability to work away from the physical workplace has been proposed as 
beneficial for some, working from home has also been suggested as blurring the 
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work/family boundary and thus become disruptive to family life (Batt & Valcour, 
2003). Likewise policies offering support for parents caring for children have also been 
found to negatively affect career advancement and increase the conflict between 
employees and supervisors (Kim, 2001). 
 
The second group of dependent variables comprised two constructs measuring 
work and family affect.  A prolific body of work/family research has correlated the 
perception of work and family domain stressors with a diverse range of work and family 
affect variables, such as life dissatisfaction (Aryee, 1992), lower quality family life 
(Higgins, et al., 1992), and increased job dissatisfaction (Thomas & Ganster, 1995). The 
regression results demonstrate that family friendly policies encompassing flexibility in 
scheduling work are positively related to the employed parents’ affective experience of 
job and family satisfaction. Work schedule flexibility and childcare policies also 
reduced the propensity of the parents in the current study to leave their employer. Again 
these results are similar to that offered by previous research which suggests that 
flexibility assists employees to balance their work and family lives (Baltes et al., 1999; 
Yuile et al., 2005), and are successful retention strategies for organisations (Grover & 
Crooker, 1995). 
 
The parents in the current also reported that the ability to alter their work 
arrangements through part-time work or job sharing was related significantly to a 
reduction in work/family conflict. These results concur with previous research which 
has demonstrated that women in particular, who make up most of the part-time 
workforce, find the flexibility of these work schedules beneficial (Eaton, 2003). 
Although it is interesting to find that in the current study parental leave policies were 
found not to be related to any of the work/family dependent variables. In Australia 
parental leave policies have become an integral part of many workplace agreements and 
are perhaps now viewed by employees as an entitlement (such as sick leave) as opposed 
to a discretionary human resource policy designed to help them balance their work and 
family lives.  
 
Of course the results of this study need to be interpreted with consideration 
given to the limitations of the research. Common method variance and self-report bias 
are the primary limitations of this study (Podsakoff et al., 2003). Despite the 
weaknesses of the cross-sectional self-report methodology, this design can be quite 
useful in providing a picture of how people feel about and view their jobs.  Further 
generalisability of this study is also limited to the employed parents participating in the 
study. 
  
In conclusion, the findings of this study extend the literature on work family 
balance suggesting that organisations can meet their needs for flexibility whilst 
simultaneously meeting the needs of a divergent workforce. Organisations can achieve 
productivity and performance benefits such as reduced turnover and conflict and 
increased satisfaction by providing their employees with opportunities to balance their 
work and family lives. This study finds that many family friendly policies offered by 
organisations are beneficial and necessary to assist parents’ work/family balance. 
Paradoxically the study also finds that some family friendly policies may actually have 
a negative impact and serve to reduce the enhancement of work and family roles. 
Further investigation of this outcome is therefore recommended to examine the nature 
of this phenomenon.  
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